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ABSTRACT 



TO develop General Aptitude Test Battery (GATB) norms 
for the occupation of photograph finisher, 59 female workers employed 
as photograph finishers in Wisconsin were administered all 12 tests 
of the GATE and the Research Questionnaire-Background during July 
1969. Supervisory ratings of job proficiency were made at 
approximately the same time as the tests were administered. Minimum 
aptitude reqrulrements were determined on the basis of job analysis 
and statistical analysis of aptitude mean scores, aptitude- criterion 
eorrelations, and selective efficiencies. Norms of 90 for verbal 
aptitude and 75 for form perception were established. Only 68 percent 
of the nontest— selected workers were rated as good workers, and 32 
percent were rated as poor workers- if the workers had been 
test-selected with the aptitude norms of 90 and 75, 82 percent would 
have been rated as good workers, and 18 percent as poor workers. The 
Job Performance Rating Form and fact sheet for the occupation of 
photograph finisher are appended. (SB) 
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FOREWORD 



The United States Training? and Employment Service General Aptitude 
Test Battery (GATB) was first published in 1947. Since that time the 
GATB has been Included in a continuing program of research to validate 
the tests against success In many different occupations* Because of 
its extensive research base the GATB has come to be recognised as the 
best validated multiple aptitude test battery in existence for use in 
vocational guidance# 

The GATE consists of 12 tests which measure 9 aptitudes t General 
Learning Ability, Verbal Aptitude, Numerical Aptitude, Spatial Aptitude, 
Form Perception, Clerical Perception, Motor Coordination, Finger Dexterity, 
and Manual Dexterity. The aptitude scores are standard scores with 100 as 
the average for the m ral working population, with a standard deviation 
of 20* 

Occupational norms are established In terms of minimum qualifying scores 
for each of the significant aptitude measures lidiieh^in oombi&ation 
predict job performance. For any given occupation, cutting scores are 
set only for those aptitudes which contribute to the prediction of 
performance of the job duties of the exparlmental sample. It Is important 
to recognize that another job might have the same job title but the job 
content might not be similar* The norms described In this report are 

appropriate for use only for jobs with content similar to that shown In the 
Job description included in this report. 
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GMB Study # 2T71 



Developoent of DSIES Aptitude Test Battery 
For 

Photogra^ Finisher (a^ Infl.) I 976,886-010 
S-UU4 

This report deserlhes researeh undertaken for the purpose of developing General 
Aptitude Test Battery (GATB) norms for the occupation of Photograph Finisher 
(a ay ) T 976 , 886 - 010 . !Die following laorms were estahllBhed; 

GATS Aptitudes MtrGjuum Acceptahle 

OATB Scores 

V-Verbal Aptitude 90 

P-Fonn Perception T5 



Research Summary 

Sample ; 

59 fen»le workers employed as Photograph Finishers In Wisconsin. Siacteen 
of these were Identified as Begroes Md two were Identified as American 
Indians. The remainder were non-mlnorlty group members. 

Grlterlon t 

Supervisory ratings. 




Deslgas 

Concurrent (test and criterion data were collected at approxlmateJy the 
same time). 

wwtwniTii aptitude requirements were determined on the hasls of a Job 
analysis and statistical aialyses of aptitude man scores, aptitude- 
criterion correlations and seleotlve efficienelea. 

Concurrent Validity; 

Phi Coefficient « .36 (P/2 < .005) 

Bfyeetlveness of Boras; 

Only 68^ of the nontest-seleeted workers used for this study i^re good 
workers; If the workers had been test-selected with the above norms ^ 
8^ would have been good workers, TOiirty-tw© percent of the nontest- 
seleeted workers used for this study were poor workersi If the workers 
>>nd been test-selected with the above norms, only iSj^ would have been 
poor workers. The effeetlveneas of the norma is shown graphically In 
Table 1; ' . 
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T^m I 

^^aetiven^sa of 

Without Tests 

€ood Workers 68^ 

Poor Workers 32?l 



with ^sts 



825 S 

i8?l 



BfimiE TmCRTEnOS 



size; 

H * 59 

OceupatloBal Status ; 

Eiaplojred Wofkef s . 

Work Settljag ; 

Workers were ei^loyecl by L. t. Cook Co* of mitmtjkee, Wlseoaslii^ 
Ena>loyer Select log Requirements ; 

Educatloai SoBe required. 

Previous Exoerlences Hone required. 

^ets: Hone used. 

Other: Personal Interview. 

Eeinelpal Aetlvltles : 

TOie Job duties for ea^ wor^r are eon®arable to those mhmm In the Job 
deserlbltlon In the Appradlx. 

Mlniimim Sxperlenee : 

All workers In the final suqple had at least two months Job e^^rleace. 
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STABLE 2 



Msaas, Standard Deviations (SD), Ranges and Pearson Pr^iaet -Moment 
Correlations with the Criterion (r) for Age, Education, Bjsperience, 
Cultural Exposure, 





Mean 


SD 


Range 


r 


(years) 


32.0 


10.8 


18-61 


-.103 


Education (years) 


H.8 


1.2 


8-l6 


,0k7 


Experience (jnoatha) 


31.^ 


22,6 


2-97 


,403** 


Cultural Exposure 


6.8 


2.0 


3-11 


.132 


^^Significant at the 


,01 level. 









iDCEESIlffiOBfAL BASra®T 

an io tests of the 6A9^, B-l^a, ai^ the Research Questionnaire -Backgroimd 
were administered during June, 1969» 

CRISBRI03 

»phai criterion data co^lsted of supervisory ratings of Job profleleney made at 
approxl^tely the same tine as the tests were administered with a tl^ inteivel 
of two weeks between the two ratlngB, The Immediate supervisor ratfid each wi>rker. 

Rating Seale; 

r gna.q form SP-21 "Descriptive Rating Seale" tras used* The scale (see 
Appendix) consists of nine items covering different aspects of Job per- 
formance. Each item has five alteamitive responses correspond!^ to 
different degrees of Job profleleney, 

Rellabllltyi 

A reliability coefflelant of .953 vas obtained between the Initial ratings 
-biie le-ratlngs, indicating a significant relationship. The fiml 
criterion score consists of the cosflblned scores of tl» two ratings. 

Criterion Score Distribution; 



Possible Range: 18-90 

Actual Range: 35-90 

Mean: 63 

Standard Deviation: 13*8 
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Criterion Dlohoto^ ? 

!Oie criterion distribution was diebotomlzed Into low and high groups by 
placing 32^6 of the sample In the low group to eorrespona with the per- 
eentag# of worhers considered unsatisfactory or marginal. Workers In 
the hi|^ erlterlon group were designated as "good workers" and those In 
the low group as "poor workers." TbB criterion critical score Is 5k. 



hsrmwm coHSBDEraaD for ibotobioh ih me wsm© 



Aptitudes were selected for tryout In the norms on the basis of a qualitative 
analysis of Job duties Involved and a statistical analysis of teat and criterion 
data. Aptitudes ©, V, ai^ S were considered for Inclusion in the norms because 
they have high correlations with the criterion. Aptlttjdes P, Q, K and which 
do not have hlgli correlations with the criterion, were considered for Inclusion 
in the norms because the qualitative analysis indicated that the aptitudes ml^t 
be logorteAt for the Joh duties and the sai^le had relatively hi^ mean scores 
on these aptittades. ^bles 3, h and 5 show the reaults of the qualitative 
statistical analyses. 
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Qualitative Analysis 

(Based on the Job luialysls, the aptitudes Indicated 
appear to be important to the work perfo^mnrace) 

Aptitudes Ratlonala 



P - Form Perception 
Q - Clerical Perception 

E - Motor Coordination 

F - Finger Bsxterlty 



Required in visually inspecting films for clarity. 

Bequlred In recording lot cumbers and Identification 
information. 

Required In mounting prints onto cards rad spile 1 ^ 
film. 

Required la placing reels of film into trimming 
machines and threading film throni^ the machine. 
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TAMB if 

Means, Standard Deviations (SD), Ranges and Pearaon Product- Moment 
Correlations with the Crlicerlon (r) for the Aptitudes of the GAVBl ^^39 



^an 

G - General Leaxniag AhlXlty 9^.2 



7 - Verbal Aptitude ^.3 

H - IluiDerleal Aptitude 

S - Spatial Aptitude 9^*6 

P - Form Perception 102 ,8 

Q ^ Clerical Perception 115 « 5 

K - Motor Goordinatlon 103.3 

F - Finger Derterlty 105.9 

M - Manual Dexterity 99* Q 



^Significant at the .05 level * 



SD 


Hange 


r 


18.0 


6if-iif5 


. 307 * 


16.7 


68-139 


. 324 * 


19.9 


56-146 


.225 


17.6 

19.7 


61 - 137 

62- 142 


. 25 ^ 

.184 


18.9 


1^-164 


.173 


17.1 


74-i4o 


.126 


S2.4 


39-156 


.177 


23.9 


51-162 


.225 
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Bmmmvy of Qualitative and Quant Itative Data 



^pe of Bvidence 





:udea 




V 


H 


8 


P 


Q 


K 


P 


M 


Job Amlyeis Data 
]&aportant 










X 


X 


X 


X 




Irrelevant 




















^elativelv HiA Mean 










X 


X 


X 


X 




^elative3jf Low Standard Dev* 




















ilgnificant Correlation 
with Criterion 


X 


X 




X 












flptltudes to be tensiderad 
for Trlml Hbrms 


G 


V 




S 


p 


Q 


K 


F 





B 
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DSlIVASTOff Am VALIDIIT OP HOrms 
Mnal fiOTOs were derived nn ^ 

•“ S.Sz?cS- 

sorias, nslnimiiiii ?*i-i^+‘r« t^hlui o:f the + ®*lon belov the 

SS:.- ™?= f 

wS.c’ffs ?2‘n ofs” " 

in Table 6^ ^%„L^f*®®^-010- valid Photograph 

lABIE 6 

»=«urf,«t Tallaity Of Teat 

v-yo P —75 



Good Worlrars 
Poor Workers 
Total 



Hbnqualifyiij^ 
Test Scores 



9 

IS 

21 



Phi CO8fflel00^ B ,36 



Qualifying 

Test Scores 

31 

7 

38 



Total 

ho 

19 

59 



Sl^lflcaace level b p/o ^ . 005 ^* Square ( 3 l|) = 7.5 



“^^JRMnwTioir OP ocotpatiomsl 



^p^PTrag PATmRir 



the 

^ I il Im >nf,, Trill pi,| ii , , the 

oooupat^onal aptltvide patSSff^ oooupatloas m the deve£pLirS\2^^ 
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A-P-P-E-N-D-I-X 



WSES-IOOU ( 3 / 67 ) 
SP-21 



JOB PERFORIvlANCE RATING FORM 
(For Aptitude Test Development Studies) 



JOB TITLE 



D.O.T. TITLE AND CODE 



SCORE 



WORKER'S EXPERIENCE 



X^xact number of months; 



JOB TRAINING PERIOD 



(months J 



DIRECTIONS; Please read the sheet "Suggestions to Raters" and 
then fill in the items listed below. In making your ratings, 
only one box should be checked for each <iuestion. 



NAME OF WORKER (print) 



TlaatT 



(first ) 



SOCIAL SECURITY NUMBER 



SEX: Male Female 



COMPANY 



LOCATION 



COMPANY JOB TITLE: 

RATED BY TITLE 

How often do you see this worker in a work situation? 

m See him at work all the time. 

[Z] See him at work several times a day. 

HZ] See him at work several times a week. 

£7 Seldom see him in work situation. 

How long have you worked with him? 
o Under one month. 

One to two months . 

O 

FRir o Three to five months . 

a 



Six months or more 



How much work can he get done? (Worker*s ability to make efficient use of his time and to work at 
high speed.) 



□ 


1. Capable of very low work output. Can perfonn only at an unsatisfactory pace. 


□ 


2. Capable of low output. Can perform at a slow pace. 


□ 


3. Capable of fair work output. Can perfomi at a acceptable but not a fast pace. 


□ 


4. Capable of high work output. Can perform at a fast pace. / 


□ 


S. Capable of very high work output. Can perform at an unusually fast pace. 



B, How good is the quality of his work? (Worker's ability to do high-grade work which meets quality 
standards.) 



□ 


1, Very poor. Does work of unsatisfactory grade. Performance is inferior and almost never 
meets minimum quality standards. 


□ 


2. Net toe bad, but the grade of his work could stand improvement. Performance is usually 
acceptable but somewhat inferior in quality. 


□ 


3. Fair. The grade of his work is mediocre. Performance Is acceptable hut usually not 
superior in quality. 


□ 


4. Good, but the grade of his work is not outstanding, performance £s usually superior in 
quality. 


□ 


5^ Very good. Does work of outstanding grade. Performance is almost always of the highest 
quality. 



C. How accurate is he in his work? (Worker's ability to avoid making mistakes,) 



□ 


1, Very inaccurate. Makes very many mistakes. Work needs constant checking. 


□ 


2. Inaceurate. Makes frequent mistakes. Work needs more checking than is desirable. 


□ 


3. Fairly accurate. Makes mistakes occasionally. Work needs only normal checking. 


□ 


4. Accurate. Makes few mistakes. Work seldom needs checking. 


□ 


S. Highly accurate. Rarely makes a mistake. Work almost never needs checking. 
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How much does he know about his job? (Worker’s understanding of the principles, equipment, 
materials and methods that have to do directly or indirectly with his work.) 

« |— I 1. Has very limited knowledge. Does not know enough to do his job adequately. 

[ — I 2. Has little knowledge. Knows enough to '*get by.” 

3. Has moderate amount of knowledge. Knows enough to do fair work. 
pp 4. Has broad knowledge. Knows enough ^to do good work. 

[Pi 5. Has complete knowledge. Knows his job thoroughly. 

How much aptitude or facility does he have for this kind of work? (Worker’s ac.ptncss or knack for 
performing his job easily and well-) 

□ 1. Very low aptitude. Has great difficulty doing hia job. Not at all suited to this kind of 

work. 

□ 2. Low aptitude. Usually has some difficulty doing his job. Not too well suited to this 

kind of work. 

□ 3. Moderate aptitude. Does his Job without too much difficulty. Fairly well suited to this 

kind of work. 

pp 4 High aptihide. Usually does his job without difficulty. Well suited to this kind of wo 

□ 5. Very high aptitude. Does his job with great ease. Unusually well Suited for this kind of 

work. 

How large a variety of job duties can he perform efficiently? (Worker's ability to handle several 
different operations in his work,) 

□ 1. A wety limited variety. Cannot perfonn different operaUons adequately. 

□ 2. A small variety. Can perform few different operaUonr, efficiently. 

□ 3. A moderate variety. Can perform some different operaUons with reasonable efficiency. 

□ 4. A large variety. Can perform several different operations efficiently. 

□ S. An unusually large variety. Can do very many different operations efficiently. 
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G. How resourceful is he when something different comes up or something out of the ordinary occurs? 
(Worker's ability to apply what he already knows to a new situation,) 

r~l Very unreeourceful. Almost never is able to figure out what to do. Needs help on even 

minor problems. 

I I 2. UnresourcefuL Often has difficulty handling new situations. Needs help on all but simpl 





problems. 


□ 3- 


Fairly resourceful. Sometimes knows what to do, sometimes doesn't. Can deal with 
problems that are not too complex. 


□ 4. 


Resourcefui, Usually able to handle new situations. Needs help on only complex 
problems. 



r~1 S. Very resourceful. Practically always figures out what to do himself. Rarely needs help# 
even on complex problems, 

H, How often does he make practical suggestions for doing things in better ways? (Worker's ability to 
improve work methods,) 



□ 1* 


Never. Sticks strictly with the routine. Contributes nothing in the way of practical 
suggestions. 


□ 2. 


Very seldom. Slow to see new ways to improve methods. Contributes few practical 
suggestions. 


□ 3. 


Once in a while. Neither quick nor slow to see new ways to Improve methods. Con = 
tributes some practical suggestions. 


□ 4. 


Frequently. Quick to see new ways to improve methods. Contributes more than his share 
of practical suggestions. 


□ s. 


Very often *»-Exlfemely alert to see new ways to improve methods. Contributes an unusu- 
ally large numter of practical suggestions. 



I. Ccnsidering all tfie factors already rated, and only these factors, how satisfactory is his work? 
(Worker's ‘•all-round” ability to do his job.) 



□ 1. 


Definitely unsatisfactory. Would be better off without him. Performance usually not 
acceptable. 


□ 2. 


Not completely satisfactory. Of limited value to the organisation. Performance some- 
what inferior. 


□ 3. 


Satisfactory. A fairly proficient worker. Perfotmanee generally acceptable. 


□ 4. 


Good, A valuable worker. Performance usually superior. 


□ 5. 


Outstanding, An unusually competent worker. Performance almost always top notch. 
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FACS BEMBT 



Job Title ; Fhotograpb Flaleher (any ind.) I 976,886 010 
Job Samamary: 

Performs eomblaatlon of tasks Involved vitb inountlag aad marking photograpblc 
films, film strips ai^ prints, aBd spllelng film strips. 



Work Performed t 

Places reels of film Into spool of slitting machine, threads film through 
machine that slits films longltudiaally. visually Insects films for^arlty 
and vrites Identifying Inforaatlon on tags, naces films onto ra^s ^ 
attaches Identifying tags onto each film to Identify ^ 

Dsmnting cards Into trUiimlng machine and separates trimmed ca^s by lot 
number. Reads lot numbers on finished films «id prints ^ places them ^to 
packages. Records Identifying lofornstlon on package, ^unts prints onto 
e^c^led cards by lot number, using ha^-operated eementlag 

.rds prints into automatic press. Manually splieeB together film strips 

and vlnds them on reel, recording lot nuidsers In sequence. 



Effeel^l^aiiiesa of Moraa ; 

Only 6896 of the nonbest-selected workers used for this study ^re g^ wrk^si 
if theirerkers had been test-seleeted with the no:^, 8^ would have 

good workers , Eilrty-tw© percent of the isonteat-aelected workers used for thl 
^Sy we?e poor workers^ if the workers had b an test-seleBted with the S-iOUi 
norms, only I 896 wovad have been poor wortera. 



Applicability of S-UUlt Norms s 

She aptlti^e test battery is aCTllG«*l® Jobs which Include a majority of the 
duties described above. 
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